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many years members the faculty, the editorial staff 
the Harvard Business Review and members the staff Baker 
Library have been besieged with requests from alumni, associates, 
and friends the School for help keeping abreast the im- 
portant literature. Executives have frequently asked for assistance 
selecting and screening material which appears most sig- 
nificant and most useful for developing broad background the 
social, political and economic problems the day. The Executive’s 
Digest started attempt help just that. 


OBJECTIVES 


propose include the monthly Executive’s Digest those 
items books, periodical articles, speeches, reports, and the like 
which believe are important enough for the busy executive 
take time read. means the abstract hope give the 
executive enough information decide whether particular piece 
worth reading. The Digest not aimed the specialist; rather 
digest business literature, but digest which will reflect the 
ever widening horizons businessmen’s interests and responsi- 
bilities. Therefore propose include literature variety 
fields sociology, history, religion, business, and 
even fiction. shall searching particularly for those pieces 
which top executive might miss because they appear journals 
which would ordinarily not come his attention. 


FREQUENCY 
issued monthly during the academic year, 


COST 
$5.00 per year; single issues 50¢. 


SUGGESTIONS 


This preliminary issue being sent the faculty and friends 
the Harvard Business School with invitation for suggestions 
and criticism. particularly invite your advice concerning cov- 
erage, format, frequency, etc. would sincerely welcome any 
suggestions for improvement. 


This privately circulated preliminary issue does not constitute 
publication. have not secured permission for the inclusion 
any items. 

Views expressed the abstracts the articles abstracted are 
not necessarily those the Harvard Business School. 
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BOOKS AND PAMPHLETS 


BENDIX, REINHARD 


WORK AND AUTHORITY INDUSTRY 
New York: John Wiley Sons, Inc., 1956. 466 pp. $7.50. 


This book deals with the ideologies management which seek justify 
the subordination large masses men the discipline factory work and 
the authority employers. One purpose the book correct indictments 
industrial civilization looking the relations between employers and 
workers with the eyes those who have sought defend and advance the de- 
velopment industry. Another purpose interpret differences fact and 
ideology between totalitarian and non-totalitarian form subordination 
economic enterprises. 

During the early phases industrialization new way life the making; 
this way life must justified against more traditional pursuits. Bendix 
calls this “entrepreneurial ideology.” Chapters Two and Three examines 
the major entrepreneurial ideologies the early phases industrialization 
England and Russia. His historical survey views the range ideas which 
have been used since the inception capitalism justify accommodate the 
managerial activities employers and their agents. 

shows that industrialization took place Western Europe and Russia 
the basis divergent historical legacies. Among the preconditions indus- 
trialization the West, one has been the relative independence economic 
activity from governmental regulations. Russia, the other hand, entrepre- 
neurial activity was largely instituted the reforms Peter the Great and 
hence subject the requirements national defense and the needs govern- 
ment. 

transition chapter, Bendix next discusses bureaucratization. presents 
the essential ideological appeals that are aimed securing the support work- 
ers the porductive process. England and the United States they are largely 
personal; Russia, largely the obligation society. The former ap- 
proach points toward individual responsibility and freedom, the latter central- 
ized responsibility and conformity. 

the next two chapters, Bendix examines the major managerial ideologies 
which have evolved the recent industrial history the United States and 
which are used currently the Soviet Zone East Germany. deals with 
“The American Experience” from 1880 the present day. describes the 
transition from the celebration individual character and effort belief 
individual adaptability, from the image the struggle for survival and the pur- 
suit self-interest the image creative teamwork. His thorough picture 
industry within the Russian orbit reveals that essential understanding 
Communist rule see that the creation and manipulation hostility between 
activists and workers the managerial practice and ideology. 

The book concludes with chapter which discusses the East-West alternatives 
their relationship the oncoming nations the less economically developed 
two-thirds the world. 


Associate Professor Sociology, Associate Research Sociologist, Institute 
Industrial Relations, University California, Berkeley. 


W., and D.* 


ETHICS BUSINESS SOCIETY 


New York: Harper and Brothers, 1954. 191 pp. $2.75 (hard cover) and 
New York: The New American Library, 1954. 191 pp. (paper 
bound). 


Our society structure built the foundations religious-ethical 
inheritance which eroding beneath us. This book offers survey the rela- 
tionship between “the department the spirit and the department getting 
and spending,” order that might better understand the strengths and weak- 
nesses our own time. 

the middle ages, society was spiritual organism controlled completely 
the Church and salvation the soul was the aim man; trade and usury had 
place this system and were considered sinful. the end the 19th cen- 
tury the revolution values had come full circle— the Church was simply 
“ceremonial ratification” the morality that prevailed. 

The steps this evolution are delineated carefully. outgrowth 
Calvinism, individuals came believe that work and the acquiring wealth 
were part the pattern the righteous man. The time was then ripe for Adam 
Smith who advocated the division labor and the accumulation capital. The 
laissez faire policies which resulted from his thought were tempered Church 
resistance rampant individualism. 

With the onset the industrial revolution, two strains thought arose. 
Hume, Rousseau, Paley, Godwin contributed the concept man benefi- 
cent egoist, choosing the right rather than the wrong. The creed individualism 
became the everyday diet each man. the other hand, Blake, Kingsley, 
Ruskin, Morris and Robert Owen saw the widespread suffering and degradation 
and rebelled. Religious reformers such Wesley and Wilberforce were also 
strongly influential. 

With Darwin and Spenser new optimism became the prevailing doctrine. 
Man became transcendent being moving steadily upward with the promise 
final perfection. The social gospel developed outgrowth this faith. 
20th century America this gospel has been modified “Christian realism” which 
recognizes the existence sin and evil man. 

The businessman’s dilemma today that must reconcile the impersonal 
imperative profit and efficiency with the personal imperative Christian 
ethics. Modern economists such Theodore Quinn, Louis Brandeis, David Lilien- 
thal, Kenneth Galbraith, Kenneth Boulding and John Maynard Keynes have been 
concerned with the responsibility big businessmen. Businessmen themselves 
are more concerned than their predecessors about social responsibility. 

The authors conclude that the real challenge our society use technology 
free ourselves rather than enslave ourselves. This can done only when 
recognize that the individual the end rather than the means, and when 
see that each individual achieving the only true peace mind, 
harmony soul, sense being valued for himself and being loved and cher- 
ished because child God. achieve this end must cultivate 
society which allows for trial and error and not for rigid defense the status 
quo. And, most significantly, such society must return the great inheritance 
that has come down out the Greco-Judaeo-Christian tradition. 


*Marquis Childs, nationally syndicated columnist and author Sweden, 


the Middle Way; Douglass Cater, Washington correspondent The Reporter 
Magazine. 
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SELEKMAN, K., and M.* 
POWER AND MORALITY BUSINESS SOCIETY 
New York: McGraw-Hill, 1956. 192 pp. $5.00. 


America have achieved position power beyond anything ever 
realized before any other nation. And yet are baffled, beset fears, un- 
able state where want go. the basis this dilemma moral ques- 
tion. The age-old conflict between good and evil has emerged portentous 
modern shape. Power pricks the conscience moral responsibility. are 
immersed the basic, pervasive conflict between technical “must” and 
ethical “ought.” 

The authors examine this dilemma. They begin with exploration the 
four main categories power scientific, economic, political and moral. They 
show that science, itself, amoral. becomes moral only when the questions 
the directions scientific research and the use results are introduced. 
Businessmen, unlike scientists, cannot escape moral responsibility, since they 
confront human applications every decision. However, business need not act 
like social institution since management’s first responsibility must always 
maintain the good economic health the enterprise. the other hand, 
government, the exerciser political power, deeply involved morality 
since its whole purpose the protection and welfare its citizens. Finally, 
morality the form conscience the most compelling all powers the 
individual who wields power. 

Part the Selekmans consider ways which the beneficent uses power 
may achieved, how power may tamed through the action people within 
the bounds orderly society. One way lies the use reason. Reason 
science serves make discovery and invention more fruitful. has helped 
enlarge the power industry and has lead the development new scientific 
approaches the problem understanding and integrating nonlogical human 
behavior into the production system. government has lead the develop- 
ment constitutionalism, which rational procedure for tempering the power 
interest blocks and economic groups. And the area morality, reason 
and ethics hand hand. 

The second way which the beneficent use power may achieved 
through human association. Man emotional well rational; natural 
for him form groups. This gregarious drive universal and innate, causing 
man everywhere associate with his fellows pursuit his essential purposes. 
The Selekmans analyse three major developments which relate this drive. 
The first the spontaneous small group men and women; the second “big- 
ness” and involves evaluation the forces generating large scale enterprise. 
Third, the multiplication and expansion interest organizations examined. 

The activity through which these two objectives are realized the negotiating 
process. This the prime force communication among men who perform the 
daily tasks living and working industrial democracy. With its give- and- 
take and times even compromise, with its obeisance economic, political and 
moral values, turns out the democratic way free men. 

The book concludes with chapter which the authors show that power 
asset, prerequisite for effective leadership. negotiating atmosphere, 
reason, logic, emotion and power are all invoked bring about the best possible 
outcome. 

Sylvia Kopald Selekman, Former Fellow, Social Science Research Council (De- 
ceased); Benjamin Selekman, Kirstein Professor Labor Relations, Graduate 
School Business Administration, Harvard University. 


Francis X.; Harris, E.; 


THE AMERICAN BUSINESS CREED 
Cambridge: Harvard University Press, 1956. 414 pp. 


The ideology American business ubiquitous our daily lives. This 
book makes systematic examination this ideology (Part and then offers 
explanation the content the creed (Part II). The report based upon 
extensive survey written and verbal material from business sources. 

Chapters Two through Twelve are devoted comprehensive survey 
the creed. They range from general discussion the American system and its 
achievements specific study the role the business executive. The values 
inherent the ideology were found include: individualism which has two 
aspects, injunction responsibility and affirmation freedom; material- 
ism which measures the greatness society terms its size and industrial 
equipment; practical realism which states that every individual has serious 
moral responsibility face the material facts life and provide for physical 
needs; activism which demands kind relentless activity; continuing goal 
progress; optimism and the spirit adventure; stress fair competition 
and equal opportunity; and theme responsibility for service the commu- 
nity. The tone compounded sober, practical realism; responsible moral 
austerity and optimistic affirmation. 

Part the authors develop their explanation for this ideology. Their 
thesis that the content the business creed can best explained terms 
the strains which men the business role are almost inevitably subject. Busi- 
nessmen adhere their ideology because the emotional conflicts, anxieties 
and doubts engendered the actions which their roles businessmen compel 
them take. The content the ideology shaped resolve these con- 
flicts and help the businessman maintain his psychological ability meet the 
demands his occupation. Thus, since the creed defines his activities morally 
proper and serving worthy goals, the businessman able respond the creed 
with vigorous acceptance. 

This thesis developed fully Part and its relationship areas discussed 
Part made clear. Also considered are institutional and cultural roots 
the creed and recent changes it. 


BIG BUSINESS LEADERS AMERICA 
New York: Harper and Brothers, 1955. 243 pp. 


Can the American dream climbing from the bottom positions 
great power longer fulfilled? This the basic question which asked 
Warner and Abegglen their study 8,000 business leaders from all industries 
and from every state. 

Their answer that movement still possible from lower social positions 


Francis Sutton, Executive Associate with the Behavioral Sciences Program 
the Ford Foundation; Seymour Harris, Professor, and Carl Kaysen, Associate 
Professor the Economics Department Harvard University; James Tobin, Pro- 
fessor Economics Yale University. 

Lloyd Warner, Professor Sociology, University Chicago; James 
Abegglen, Instructor, Committee Human Development, University Chicago. 


positions high rank, income, and prestige; that, fact, there has been 
increase the proportion men from the bottom who make their way the top. 

The authors, however, not stop here. They recognize that big business 
leaders are comprised two the men who were born into high social 
positions and those who have risen from lower levels society they ana- 
lyze and compare many aspects the origins, careers, and family lives the 
men each group. Some these areas are education, background and educa- 
tion wives, functions wives, social life, clubs and organizations, geographic 
background, types industry, patterning occupational movement and many 
more. 

They reach number conclusions. For example they suggest that the key 
the personality the mobile man that must able initiate and 
sustain the process departure, arrival and departure necessary social 
mobility. must ready detach himself and moving have continuing 
concern for the past. Or, again, they suggest that the fact that the socially mobile 
men are highly educated may part their motivation achievement which 
drives them higher and higher goals. 

The book gives two kinds evidence. Much the discussion composed 
comparisons the two groups statistical terms. many portions the 
book the authors change pace give glimpse into the minds individual 
men. These men tell their own stories (or their personalities are interpreted 
the basis psychological tests). this way see the. aggressive, mobile 
man who has made his way the top everyone’s expense, the family-centered 
wife whose husband has risen without her and whom leaves out his world, 
the member the birth elite who belongs “hundreds associations,” and 
many others. 

These two approaches make possible see the big businessman from 
“without” and “within,” gain comprehensive picture today’s big business 
leaders. 


WASSERMAN, 


INFORMATION FOR ADMINISTRATORS 
Ithaca: Cornell University Press, 1956. 375 pp. $6.00. 


This volume guide information sources the broad fields busi- 
ness and governmental management. synthesis and consolidation 
resources and facilities. The author points out the various types facilities, 
describes them, and gives specific illustrations them. Chapters are arranged 
topic study (legislation and regulation, local areas, international informa- 
tion, business administration and public administration), source informa- 
tion (government, trade associations, Chambers Commerce, reference books, 
periodicals and newspapers), and types investigation (statistics and re- 
search). 

The work primarily descriptive rather than analytical. intended 


aid for those active government and business well for students 
these fields. 


Librarian and Assistant Professor, Graduate School Business and Public Ad- 
ministration, Cornell University. 


Irwin G.* 
THE SELF-MADE MAN AMERICA 


New Brunswick, New Jersey: Rutgers University Press, 1955. 210 pp. 
$6.00. 


The self-made man the legendary hero America. Wyllie’s purpose 
this book explore the rags-to-riches idea developed 19th century 
America until became well-ordered gospel business success. Thus writes 
intellectual history explaining the origin, nature and content the idea and 
then moving show its relationship various areas society. drawing 
upon wide selection primary sources sermons, essays, lectures, interviews 
Mr. Wyllie not only shares the ideas but also captures their spirit. detailed 
bibliography also given. 

The central tenet the doctrine, Wyllie shows, was that any man could 
achieve success, that the determinants were not environmental but within the 
character each man. Thus, concomitantly, the greater the poverty out 
which man climbed, the greater the testimony the force his character. 
The characteristics the self-made man were rather well defined. They included 
intense industry, perseverance, frugality and sobriety. Along with these, certain 
qualities which most impressed employers had cultivated, such punc- 
tuality, reliability, selflessness, willingness accept any task, and initiative. The 
reward for the pursuit these qualities must inevitably success. And, the 
other hand, failure achieve success meant lack within the man one 
more these areas. 

The influence this doctrine was felt almost every area life. Ministers 
and churches supported wholeheartedly providing the foundations for the 
creed with the idea that godliness was league with riches, that wealth was 
achieved through virtue. the area education, business opinion was strong. 
ran heavily against higher learning which thought impractical. 
the other hand, young men business were encouraged carry out recom- 
mended utilitarian programs self-culture. Similarly the doctrine was supported 
books, essays and articles which were guides success; business leaders them- 
selves lectured their own success; public school teachers were urged empha- 
size the theme, and text books gave them material for it. The doctrine achieved 
mass popularity; was simple idea that had power. 

Weaknesses the doctrine were recognized many who felt that was 
enemy manners and taste and that glossed over corrupt practices among 
business leaders. Its principal weakness, however, lay the fact that judged 

conclusion, Wyllie shows that, although time and experience have made 
clear the fallacy the tenet, strains the cult have continued prevail. Belief 
the self-made man still intact. 


THE WHY AND HOW CORPORATE GIVING 


New York: National Industrial Conference Board, Inc., 1956. 124 pages. 
$2.00. 


This pamphlet records three round-table discussions the subject 
corporate philanthropy that were held under the sponsorship the Conference 
Board January and 20, 1956. the first new series devoted the 


Department History, University Missouri. 
Participants included fifteen leaders the fields business and education. 
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Board’s conference activities. summary the conference included the 
beginning the pamphlet. 

The first discussion was Policy for Company Contributions. speech 
Homer Turner United States Steel was followed case studies Scott 
Paper Company, Corning Glass Works, and Esso Standard Oil. The imposing 
growth company contributions has lead companies awareness that 
written policy with definite objectives will make for more effective giving. 
policy usually statement the broad principle which should underlie 
tributions and which represents the beliefs the top governing body the 
company. section devoted specific instructions covering positive steps 
taken and certain prohibitions. 

The second speech, Edward Mergardt the National Better Business 
Bureau, How Budget and Administer Contributions, was followed case 
studies the American Brake Shoe Company, the Pittsburgh Plate Glass Com- 
pany, and Koppers Company, Inc. The administration company contributions 
handled committee. most instances, requests for funds are forwarded 
the secretary the committee who screens them. donations budget issued 
method control; means planning over-all company giving and 
provides management with yardstick for relating contributions other costs. 
Five major factors determine the size individual gift: size donee’s budget, 
and amount raised previous year; past company practice; donations others; 
duplication work performed others; size community affected. Ways 
setting budget are described. Some companies have established charitable 
foundations. 

How Support Higher Education was the topic talk Seelye Bixler, 
President Colby College. Practices General Electric, the C.B.S. Founda- 
tion and General Motors Corporation were described. Eight billion dollars will 
needed during the next decade effective job higher education. 
Major types assistance and methods giving corporations are noted. The 
development program requires extensive investigation and thinking. Com- 
pany plans are characterized diversity approach. The two most common 
determinants selection institution for giving are colleges attended 
employees and proximity. Panel members were unanimous the belief that 
when industry helps education helping itself. 


PERIODICAL ARTICLES 


ACCOUNTING THE EXECUTIVE PROGRAM 
The Accounting Review, Vol. 31, No. July 1956, pp. 411-417. 


This paper based the round table discussion the Annual Meeting 
the American Accounting Association, Philadelphia, August 31, 1955. The 
chairmen and participants from wide range programs were equally divided 
their conviction: that, the one hand, accounting the executive program 
should not taught such, but demonstration its role together with other 
disciplines, and, the other hand, that there need for direct instruction 
accounting theory and practice. 

Professor Jerome Syracuse University, advocate the first opinion, 
stated that the teaching accounting incidental developing understanding 
accounting’s contribution business. offered three check-points for 
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planning program: (1) objectives the accounting segment; (2) what aspects 
accounting should covered; (3) manner achieving (1) and (2). His 
conclusions were: 

The time spent the teaching accounting should difficult differ- 
entiate from time spent other aspects the program. 

Teaching bookkeeping and other accounting subjects not necessary 
the managerial uses accounting. 

Division accounting into subject areas unfruitful. 

The budget process provides the most logical vehicle. 

Professor Hill the Massachusetts Institute Technology was agreement 
the first three points. However, believes that providing executives with 
working knowledge accounting method productive form activity since: 

Many businessmen are surprisingly ignorant this area. 

The business executive needs know the rationale behind the mixture 
logic and convention “accepted accounting practices.” 

Knowledge accounting gives basis for line-staff communication within 
the firm. 

Thus advocates the teaching accounting accounting rather than 
the case method. 

Discussion following these talks covered the genesis, materials and methods 
the and Syracuse programs, the questions whether desirable 
teach basic accounting procedures and techniques, the nature “integrated” 
curriculum executive training, ways handling men who have knowledge 
accounting, ways teaching budgeting, the kinds persons attending these 
programs. Participants are almost invariably enthusiastic about these executive 
programs. 


ANATOMY LEADERSHIP 


British Management Review (London), Vol. 14, No. July 1956. pp. 
202-216. 


Leadership cannot dissected; derives from man’s qualities per- 
sonality steeped the highest values life and involves the life the whole 
man. 

Unfortunately the present age using human talents primarily material 
ends. man who regards himself and his fellows machines will ever become 
leader. Man has great heights and appalling abysses. Qualities individuality 
and leadership are latent some degree all members the human race; each 
can rise the measure his own capacity. 

Material progress good, but must matched spiritual development. 
Leadership spiritual adventure; the leader can the circuit for the spiritual 
energy his group. order fulfil this function, must first make himself 
whole. leader reaches capacity proportion comes know himself. 
needs full self-expression; whatever must fulfilled his personality will 
distorted. leader born not made, but his capacities must drawn out. 
Thus will seek training. 

Five imperatives conscience and the spiritual life the leader are: pursue 
truth for truth’s sake; appreciate beauty; glimpse moral goodness all; rever- 
ence life; obey the call the individual become himself. The true line 


Deputy Chairman (Administration), Central Electricity Authority (England). 
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leadership self-completeness. The leader must personally convinced that the 
individual human being has status his own right and worth while for his 
own sake. part this must aware the importance good com- 
munications. 

the group life and the interplay within which enables the leader 
shape himself. the group’s impact upon him and his impact the group, 
their experience knit together. People function what given out them 
and the leader gets back his own personality, with plus added, good bad. 
The leader must aim get the team spirit animating his group. What put 
into the group taken the individuals within and reflected the 
whole. When each member feels what good for the group and surrenders his 
personality it, will find that his personality comes back him re- 
expression life itself. 

The danger impersonality must overcome the fostering personal 
relations. The leader must insure that his encouragement and understanding are 
felt all. this setting, each can come realize his part worth-while 
strand national life. The supreme climax the approach leadership 
being know oneself, accept oneself, and oneself. 


THE ASSISTANT-TO: THE MAN MOTLEY 


The Journal Business, Vol. 29, No. October 1956, pp. 274-279. 


The chief executive the modern firm sits the center manage- 
ment web, the frontiers which have moved farther from him. His need for 
information has increased enormously. many cases new figure has appeared 

series intensive interviews with men holding this title gives some picture 
the dimensions their role. Many emphasize the fact that one their prob- 
lems learn what they are supposed do. Three functions are prime 
importance. First, the assistant-to must interpret others the executive. 
informs the executive the “true” state affairs relationships with sub- 
ordinates. Second, interprets the executive others, particularly managers 
several levels below the executive. Third, acts observer and diagnostician 
organizational needs and initiates reports these areas. These activities are 
not likely the official functions the assistant; they are the ones con- 
siders most crucial. 

Subjects also emphasize the necessity being honest with the boss. The 
assistant-to the presence the boss more than any other subordinate. 
tends almost worshipful the boss and yet aware his weaknesses. His 
deepest concern about the boss’s evaluation his work. also concerned 
about the future, since does not know how capitalize the experience 
getting. 

The dominant feature the relationship between executive and assistant-to 
seems the high degree dependence assistant upon boss. This because 
provision made for him demonstrate. ability except through the boss’s 
appraisal. hypothesized that the executive who utilizes assistant likely 

also true that executives have needs which the assistant one answer. 
the management hierarchy business firm visualized centralized, 


Assistant Professor, School Business, University Chicago. 
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asymmetrical network, becomes clear that feedback increasingly inadequate 
one approaches the center the network. The closer the center the 
system one is, the greater the need for effective feedback mechanisms. There 
are three alternatives open the executive. may have extensive face-to-face 
contact with time-consuming technique and one which the 
subordinate spurred dramatic production. may have task- 
oriented committees who work major problems policy and procedure. This 
arrangement requires time, and decisions are sometimes poor. The third alter- 
native the selection assistant who can serve the feedback needs the 
executive. 


You might also like read these additional articles the same subject: 

Everett “The Assistant Top Management.” Advanced 
Management, Vol. 21, No. 10, October 1956, pp. 9-11. 

F., Assisted Ernest Profitably Using the 
General Staff Position Business. American Management Association, 
General Management Series No. 165, New York: The Association, 1953. 
pp. 


BETTER CONTROLS ARE COMING 
Prepared under the direction 


Dun’s Review and Modern Industry, Vol. 68, No. October 1956, pp. 


This report emphasizes the need for improved communication lines 
the top management level essential element making decisions and main- 
taining adequate control over the operations. divided into seven sections. 

Why Top Management Controls Need Tightening. many fast-growing 
companies the president has been removed more and more from direct contact 
with day-to-day operation. Decentralization can trap unless top manage- 
ment develops very sensitive controls co-ordinate divisions and learn quickly 
where and when trouble spots are festering. good reporting system will enable 
manufacturer retain flexibility and adaptability. 

Administrative Automation Begins Move In. Many companies are 
developing techniques improve top management control. Among these tech- 
niques are data processing, use computers (small companies share them), re- 
organization records and reports. Programs various companies are discussed. 

New Tools Will Change the President’s Job. Electronic data processing 
will enable the key functions planning and control done more economi- 
cally and efficiently than ever before. the future there will widespread use 
computers determine the wisdom important policy decision. This 
will have far-reaching implications for management. 

What Presidents Want their Reports. What executives really need 
the area reports efficient, dependable way separate the relevant from 
the irrelevant. Approaches which are paying off many companies are listed. 

Computers Call for Common Sense. Without simplification, the introduc- 
tion electronics into clerical functions will only tend perpetuate inefficiency. 
Unnecessary data will processed and reams reports will ground out. But 
not efficient continue extravagant practices just because they can done 
high speed, collect unnecessary material because can done “at 
extra cost.” 


editor Dun’s Review and Modern Industry. 


Diagnose your Control Problems. This checklist for self-evaluation. 

New Products for Office Automation. The development more effective 
automatic office equipment accelerates. Manufacturers are sparing research 
and energy trying outdate each other’s equipment. Examples are given. 
beginning being made establish common machine language throughout 
business that will eliminate the need for expensive conversion equipments. 


BREAKING THROUGH THE SOUND BARRIER 
MANAGEMENT-LABOR RELATIONS 


The Edison Electric Institute Bulletin, Vol. 24, No. June 1956, pp. 
219-222. 


contrast with the vastly healthier industry-labor atmosphere achieved 
this country, the communication between management group and labor 
group has failed make headway. Each prone regard those the 
other group different kind human animal. Industry would benefit from 
better understanding with labor leaders, built history effective inter- 
communication the fundamentals management-labor relationships. This 
will particularly true the pendulum swings away from prosperity. 

Both groups have much stake. Management has been handicapped 
watching issues from the sidelines until confronted them the bargaining 
table. the other side, labor leaders, more than ever before, will expected 
show qualities maturity, stability, judgment, progressiveness and fairness. 
There better way demonstrate these qualities than display willingness 
develop closer relationship with management. 

Often apparent problems disappear when the people involved get know 
one another. The key ingredient the improvement management-labor rela- 
tions that managers and union leaders ought know each other and com- 
municate. 

Although the “how” not susceptible precise definition, one method would 
for union leaders get together around the dinner table. When they discuss 
what’s going and what lies ahead, they will have made the first step toward 
more stable relationships. 

Furthermore, the accomplishment better relations between management 
group and labor group objective which industry might well turn 
its attention. One method would provide practical means for the repre- 
sentatives management and labor leaders get together under relatively in- 
formal circumstances talk over matters. The sponsoring such program 
would joint industry-labor affair. The gatherings would geared limited 
objectives; the goal would facilitate 

not the purpose this address outline full-fledged proposal, but 
rather plant the seed idea which may root and grow. 


Executive Vice President, Westinghouse Electric Corporation. address de- 
livered the Annual Convention the Edison Electric Institute June 1956. 


THE BUSINESS ELITE: THEN AND NOW 


Commentary, Vol. 22, No. October 1956, pp. 367-374. 


This article compares three recent studies— based similar methods 
research the contemporary businessman. The studies are: The Big Busi- 
ness Executive, the Factors that Made Him, 1900-1950 Mabel 
Newcomer Vassar, Big Business Leaders America Lloyd and 
James Abegglen, and The Great Enterprise Herryman Maurer. two 
major questions that are considered are: social mobility the class business 
executives, and the character the business leader’s training and experience. 

examination the three studies leads the conclusion that broad 
range executive jobs industry today considered, increase shows 
the proportion workers’ sons who reach executive positions and decrease 
the proportion businessmen’s sons who so. only the very top jobs 
are question, the chances the workers’ sons have increased only slightly 
have actually declined, while the chances businessmen’s sons have increased. 
What these studies demonstrate not much that the myth rags riches 
reality America, but that the much more prosaic progress from comfort 
luxury commonplace among us. 

Both the Warner-Abegglen and Newcomer studies demonstrate the growing 
importance education qualification for reaching the top. Further, whether 
they into business the professions, the sons the wealthy soon earn more 
than the sons the less wealthy the same occupations. Nor are these 
facts great contrast the past. Several studies the social origins busi- 
ness leaders after the Civil War show that the industrial elite came from the 
upper socio-economic strata. The achievement and virtue the American econ- 
that has provided increasingly high standard living for all social 
classes. 

More spectacular changes have taken place the character the big busi- 
nessman. Today the high road business leadership formal education and 
slow, undramatic process promotion rather than the breaking new entre- 
preneurial paths. 

Other areas discussed the article are the increasing professionalization 
business leaders, the changing character the bureaucracy, the discovery 
“human relations,” the importance education and the “revival” religion 
among businessmen. the last point evidence given show that executives 
are not churchgoers the same extent the general population. 


THE CREATIVE THINKING PROCESS 


Indiana Business Review, Vol. 31, No. February 1956, pp. 4-9. 


The creative thinking process wide use today among scientists, execu- 
tives and employees. Creative thinking the process bringing problem 
before one’s mind clearly imagining, visualizing, supposing, the like, 
and then originating inventing idea, concept, realization, picture along 
new unconventional lines. 
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Some the most fruitful areas for applying the process creative thinking 
are: the creation new good service, the invention new method 
production, the creation new market, the conquest new source supply, 
the establishment new way organizing, the development new phi- 
losophy administration management. 

Three main levels thinking have been advanced Jarman George 
Washington University. The first the habit level thinking which routine 
and results from either the conditioned response trial and error methods. The 
second the problem-solving level which logical and proceeds from facts 
analysis, evaluation and decision. The third the creative insight level which 
occurs when sound conclusions judgments are reached when some important 
facts data are either unknown withheld. 

Steps the creative thinking process are: 

Establish positive attitude toward complete freedom ideas. Con- 
centration should practiced for minutes each day. 

Define the problem clearly; then write down “fix” point for the 
start the creative process. 

Organize all the obtainable raw materials and knowledge that bear upon 
the problem selected. This requires great self-discipline and tenacity. 

Apply all existing ideas the solution the problem all possible 
combinations. Three techniques may used—the analytical technique, the 
forced relationship technique and the free association technique. The latter 
allows for any idea suggested either individual group and then 
recorded. 

Allow for period incubation gestation seeking recreation 
mental diversion. 

this step the new idea ideas will brought mind and should 
recorded. 

Verify, modify apply the idea toward the solution the problem. 


COMPLETED STAFF WORK: KEY EFFECTIVE 
DELEGATION 


Lewis 
The Management Review, Vol. 45, No. June 1956, pp. 


This article based upon paper delivered before the Eighth Industrial 
Management Institute, Bureau Business Management, University Illinois. 
any organization, the end product executive action decision. Few 
executives are satisfied with their performance this respect; many are caught 
mass trivial problems and petty detail. 

Probably the best single solution lies applying the concept completed 
staff work. This concept defined Major General Archer Learch “the 
study problem and presentation solution staff officer such 
form that all that remains done the head indicate his approval 
disapproval.” The staff officer should work cut all details without consulting 
his chief. His job study, write, rewrite and restudy until has evolved 
single proposed action. 

This valuable principle which must built into the organization 
standard operating procedure. imposes the following responsibilities the 
executive making the assignment: 

Define the problem. 

staff meetings, make clear who carrying the ball. 


? 


Tell the ball carrier what the problem and what expected 
about it. 

Contribute personal experience. 

Set target date. 

accessible for progress reports. 

Resist temptation staffs’ thinking for them. 

executive can either develop splendid set ulcers teach his staff 
completed staff work. 


DEVELOPING EFFECTIVE SUPERVISORS 


ILR Research, Vol. No. June 1956, pp. 


supervisor’s manager’s job secure results through the work 
other people. This requires that the supervisor exercises leadership role 
relation his work group. The skills required are technical, administrative and 
human relations skills. Although the former are necessary, the latter two distin- 
guish the good supervisor. 

Research from the University Michigan Survey Research Center indicates 
that the supervisor-worker relationship the key factor high productivity 
and good employee relations. Characteristics the good supervisor were de- 
termined. The supervisor with the better production record assumes fewer 
the functions the rank-and-file worker and spends more time getting know 
his people. takes genuine interest his workers and, the same time, 
maintains satisfactory relationships with superiors. gives general supervision 
and does not limit freedom workers pressing for production, checking 
and giving many instructions. builds group pride and group loyalty 
working with the group group and allowing the group participate 
some matters. 

another study, based work Shartle, superiors and subordinates 
executives were asked rate the executives questionnaire. There was 
difference the factors given weight superiors and subordinates but there 
was also common area. The supervisor must meet the expectations both 
well the common area. 

Supervisory development programs are highly individualized and need 
established meet the requirements the particular organization based re- 
search and approval top management. 


DEVELOPING TOMORROW’S BUSINESS LEADERS 


The Management Review, Vol. 45, No. July 1956, pp. 605-611. 


Present leaders business thought have clearly their belief 
that the future will demand larger flow men capable being good gener- 
alists. 

Assuming that the components business leadership can developed, three 
questions must considered. What should men learn? This question has caused 
much controversy between proponents the liberal arts and advocates science 
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and engineering. When should men learn? Relatively less attention has been 
placed this question. recent years, however, there has been tremendous 
increase the number formally organized educational programs designed for 
older men. How should men learn? This relates the balance between formal, 
organized educational activities and on-the-job development. This the area 
which additional research seems most necessary. 

Before these questions can answered, the goal must understood. 
useful framework for thinking provided four sets concepts. 

Art and Science. Everyone would agree that top management mixture 
art and science. present overwhelmingly more art than science (90% 
10%) but there tremendous increase attention science which may 
change the ratio. 

Knowledge and Wisdom. Wisdom, the capacity for judging soundly 
and dealing broadly with facts, must far the larger and stronger ingredient 
than knowledge, meaning acquaintance with facts. 

Breadth and Specialization. The distinguishing feature the men who went 
into top management positions that, even while specializing, they were seeking 
fit their specialty into the larger whole. 

Inner Serenity and Divine Discontent. The balance between these two 
perhaps the most important determinant success. Inner serenity comes from 
having struggled with and resolved the basic questions purpose and value. 
Discontent, dissatisfaction with oneself and one’s performance, essential 
improvement. The need help men acquire inner serenity without losing 
divine discontent pressing that must make the effort. 


THE DEVELOPMENT OPERATIONS RESEARCH 
SCIENCE 


Operations Research, Vol. No. June 1956, pp. 265-295. 


Operations research becoming science, and such defined 
combination the phenomena studies, its methods, and its techniques. 
The major phases project are: (1) Formulating the problem. (2) Con- 
structing mathematical model represent the system under study. (3) De- 
riving solution from the model. (4) Testing the model and the solution. (5) 
Establishing controls. (6) Putting the solution work. 

the formulation the problem, the consumer’s problem transformed 
research problem involving the definition scientific basis for selecting 
course action solution. Seven steps are given. The operations research 
team analyzes the system under control and the organization and procedure 
which controlled. Organized human behavior involved well physical 
objects. most cases, the team’s problem determine which alternative 
course action most effective relative the decision maker’s set pertinent 
objectives. 

Operations research has reached point its development which 
model can defined mathematical representation the system under 
study. takes the form f(x:, ys); represents the effectiveness the 
system; represents the variables the system that are subject control; 
and represents the variables not subject control. Over the history 
certain types processes systems have recurred repeatedly. The structure 
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these models has been abstracted and analyzed yield prototype models. 
Summaries and examples seven are given: Inventory, Allocation, Waiting-line, 
Routing, Replacement Renewal, Information collection, and Competitive. 

Note should taken two general developments the area models 
and their solutions. They are the use operational experiments and operational 
gaming and the use Monte Carlo procedures. 

The adequacy model can tested either prospectively retrospec- 
tively determining how well does predict the effect changes the system. 

Designing control procedure not yet widespread OR; should 
receive increasing attention the next few years. 

There long distance between recommendation and successful ap- 
plication. This means many cases the team must either translate elegant 
solutions into approximations that are easy use, sidestep elegance and move 
into quick-and-dirty decision-rule. 

complete bibliography given. 


EFFECTIVE ADMINISTRATION, ORGANIZATION 
AND MANAGEMENT 


Cost and Management, Vol. 30, No. September 1956, pp. 288-296. 


his introduction Jenkins outlines briefly the development the science 
industrial management. The future scientific management will, states, 
largely depend the development ultimate science administration. 

Administration that vitally important skill which determines most the 
complex social, political and economic relationships between people the ful- 
fillment their wants and needs. The term may divided into three parts: 
(1) organization which constituted certain elements brought together 
serve given purpose; (2) administration which performs the functions that 
determine the pattern relationships; and (3) management which consists 
supervision work done. distinction may made between the mechanics 
management (forecasting, planning and organizing) and the dynamics 
management (commanding, co-ordinating, controlling). The latter can carried 
effectively only people are thought individuals. 

The ten principles organization are: 

Principle the Objective. Every organization and part organization 
must expression its over-all objective. 

Principle Specialization. The duties each member should confined 
the performance single function. 

Principle Co-ordination. The basic reason for organizing achieve unity 
effort. 

Principle Authority. There should clear line authority. 

Principle Responsibility. Responsibility the superior for acts sub- 
ordinates absolute. 

Principle Definition. The content each position shculd defined 
writing. 

Principle Correspondence. Responsibility and authority should correspond. 

Span Control. person should supervise more than five six subor- 
dinates. 
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Principle Balance. Units organization must kept balance. 

Principle Continuity. Reorganization continuous process and provision 
should made for it. 

Management opportunity service others and grow profes- 
sionally and intellectually. The manager must seek improve his ability 
inspire and motivate his subordinates, release and stimulate their creativity 
and furnish the guidance necessary produce the results needed society. 


ENTREPRENEURIAL ORGANIZATION 
FACTOR ECONOMIC DEVELOPMENT 


The Quarterly Journal Economics, Vol. 30, No. August 1956, pp. 


The functions modern entrepreneurial organization may categorized 
as: (1) the undertaking managing risk, and the handling economic un- 
certainty; (2) planning and innovation; (3) coordination, administration and 
control, and routine supervision. The persons who perform these functions are 
managerial resources. The other people employed are labor resources. 

This concept organization most useful analyzing the prerequisite for 
economic growth underdeveloped countries and the reasons for accelerated 
retarded growth more advanced countries. this connection, few proposi- 
tions are made which are based acquaintanceship over the past two years with 
approximately seventy-five business enterprises ten foreign countries. These 
visits lasted from day two three-fifths the cases about two weeks 
the other two-fifths. 

Industries requiring large capital investment appear require corre- 
spondingly heavy investment organization. This relationship illustrated 
comparison steel mills Germany, the United Kingdom and the United 
States. indicates that there may direct and positive relationship between 
investment technology and investment organization. 

Organization probably the principal factor determining the productiv- 
ity labor, assuming that capital and natural resources are constant. 
ment functions are select, train and develop persons the labor force, and 
provide the incentive for work. There are many other functions; management 
may even influence health and education. Observations organizations Egypt 
give evidence for this point. 

Organization human resource and, such, surprisingly inefficient. 
‘Three factors explain this inefficiency. First, there reason believe that 
the heads business organizations are striving maximize profits. Second, 
decisions must made the basis imperfect knowledge guesses, hunches 
and assumptions. Third, most business organizations there are three different 
types frictions: “political” frictions; those resulting from difficulties com- 
munication; and those resulting from imperfections organizational structure 
such span control and function line and staff. 

The above analysis shows that one cannot conceive organization purely 
quantitative terms. There yet exact science organization building. But 
rough way may possible distinguish between good organization and 
bad one, complex simple one, expensive cheap one. 
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EXECUTIVE COORDINATION AND CONTROL 
EXECUTIVE FUNCTIONS 


Personnel, Vol. 38, No. September 1956, pp. 106-117. 


This study was concerned with two phases industrial leadership the 
span control the chief executive and the factors represented; and identifica- 
tion and evaluation the media coordination and control used. The study 
involved the participation the chief executives 620 plants, all with over 100 
employees. the 620 executives, 445 directed the activities main plants; 175 
were plant managers. 

The following general conclusions may drawn from this study: prac- 
tice, the span control closely adheres that usually advocated theory 
from three seven eight executives. The span the branch manager tends 
higher than that the main-plant chief executive. This confirms the 
theoretical argument that the lower the level organization, the higher the 
span may effectively be. The larger the unit, the higher the chief executive’s 
span. This higher span can accounted for the existence staff specialists 
and representatives subsidiaries. 

There tendency limit the policy formulation group five less the 
chief executive’s immediate subordinates. This suggests that, most companies, 
there “working span” which more limited than the organizational span. 

Certain functions seem primary production, sales and finance are 
provided for the highest echelons nearly every plant. There little agree- 
ment with the idea that high span desirable induce the chief executive 
delegate authority and responsibility and increase the morale subordinates. 
The use staff assistants comparatively rare. 

the area media control, the following conclusions are suggested: 
production, sales and labor reports are most frequently rendered chief execu- 
tives; finance and inventory reports are submitted less often. Two-thirds 
executives use branch managers are somewhat more apt use them 
than main-plant executives. main plants, production, policy and sales com- 
mittees are the most common types; branch plants, production, standard and 
policy committees are most often used. 

Fifty per cent firms use budgetary control, with the technique more common 
branch than main plants. Senior executive positions are generally filled 
internal promotion. Personal supervision and personal contact are the principal 
methods training executives the second level the organization. 

coordinating and controlling the activities their immediate subordinates, 
chief executives the larger main and branch plants are more likely than their 
counterparts smaller firms make use policy manuals and written policy 
communications, conferences, staff assistants, regular reports, committees, budg- 
ets, internal promotion fill vacancies, organized training programs; attitude 
conferences, and written media for presentation communication the com- 
pany’s objectives. 
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EXECUTIVE DEVELOPMENT PROGRAMS: 
SOME UNRESOLVED PROBLEMS 
Curis 


Personnel, Vol. 33, No. July 1956, pp. 


The purpose this article illustrate the belief that the behavioral 
sciences are beginning shed some light the objectives, course content, and 
educational process executive development programs. The focus upon 
development the individual’s human, opposed technical and conceptual, 
skills. 

Research the area objectives shows that executive development pro- 
grams are being developed the basis assumptions which may not valid. 
Thus, despite opinion the contrary, research has given evidence that: resistance 
change may helpful under certain circumstances; morale may high when 
communications are low; when boss tries “one the boys” may in- 
crease the distance between himself and his employees; tell employee how 
much his “little bit” contributes may make matters psychologically worse. Re- 
search workers are also raising many questions which will require re-evaluation 
objectives. For example, they ask, “If employees are becoming increasingly 
passive, should different set leadership skills 

The educational process employed these programs also under examina- 
tion. The following propositions are evolving: (1) individual educate 
his “whole” self, must learn about and understand his behavior. (2) 
needs become proficient human skill living order develop philoso- 
phy which can used. This includes the ability listen, diagnose human 
situations, help himself and others become more aware their involvement 
human situations. (3) Self-insight and human skill living are acquired 
only through experience. (4) The requisite (3) the capacity learn 
expressing true feelings and responding others’ feelings. (5) Understanding 
requires acceptance and respect for ourselves well others. (6) The 
emphasis training should re-education, which begins with careful ex- 
amination the ideas, attitudes and skills which the individual now holds. 

Thus experiences should created the classroom which the participants 
can become more aware themselves and their impact upon others. Students 
should encouraged focus their own behavior. This can done 
creating opportunities for individual behave “naturally” and “spontane- 
ously,” have his behavior caught the “human cameras” others and fed 
back him. the basis self-awareness the individual can change attitudes, 
skills and ideas the extent desires. The responsibility for changing left 
strictly him. 


EXECUTIVE DISCONTENT 
SAUNDERS 


Fortune, Vol. 54, No. October 1956, pp. 154-156, 244, 


Most forty-to-fifty-year-old executives medium-sized large cor- 
porations today are faced with feeling entrapment due withering 
their career goals. They may facing their best and possibly their last chance 
break into the top-management circle, they may become aware that the 
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anticipated second career illusion. The question this raises is: executive 
discontent inevitable byproduct competitive economy? 

The middle-management executives tend feel this discontent because: they 
are getting older; the end the road sight; moving another company 
seems difficult and dangerous; their present confinement often seen against 
backdrop glamorous wartime recollections; their bosses are taking their time 
about retiring. result the outer world begins take kind life its 
own and seen greatly more complex and full unknowns times 
even malign. 

Furthermore the executive may suffering from loss purpose private 
life. His early goals (house, insurance) have been achieved. decrease sexual 
activity, the departure children, estrangement from his wife, loneliness, are all 
characteristic. 

Two alternative suggestions are made positive solutions executive 
discontent. The environmentalists suggest these steps: 

(1) Let middle-management men know where they stand, through regular, 
impersonal assessment 

(2) Set low compulsory retirement age allow earlier middle-management 
promotions; 

(3) Decentralize the company into the largest possible number autono- 
mous divisions, thus increasing top-management jobs; 

(4) Find ways bolstering the egos middle-rank executives; 

(5) Capitalize what might seem personality defects. 

The fundamentalists, the other hand, suggest that the executive needs in- 
dividual therapy, not manipulation the environment. The farthest company 
could move this direction would retain psychiatrist consultant, thus 
encouraging the troubled executive consider psychotherapy one possible 
aid bridging the gulf between his illusions, personal business, and reality. 

Another alternative the second career. The executive who tires doing the 
same thing, who begins wonder his work fun, may begin pondering second 
career quite another field. However, Fortune interviews showed scarcely any 
cases executives turning entirely new careers business the professions. 
Hence, though the risk action too great, does remain solace. 

Young men not think such escape valves will necessary. They plan 
avoid disappointment “well-roundedness” and replacing economic free- 
for-all with orderly system team play. However, young men want lot 
what money buys and, their business careers, they will find ambition hard 
repress. Each step will evoke from them the extra small measure ambition 
that makes the next higher step seem both desirable and possible. The rat race, 
short, will continue. 


EXECUTIVE ORGANIZATION 


Cost and Management, Vol. 30, No. March 1956, pp. 107-116. 


this article some the principles effective executive organization 

are outlined. 
Line and staff positions may identified terms function. The line 
directly responsible for accomplishing the objectives the company. the 
extent that the objectives companies differ, line activities also differ. Thus 
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some functions, such engineering, finance, and research are line one 
company and staff another. 

There are sharply differing views whether use assistant 
crutch. Some problems which arise when assistants are used are: (1) There 
confusion between the roles staff assistant and line assistant. (2) The 
assistant must able subordinate his own preference the boss. (3) 
must blend with his boss. the other side, the boss must avoid giving jobs 
the assistant that belong another manager, and avoid using him tool 
office politics further his own personal ends. 

Three types assistance are available the boss. First, can use line 
assistant who has secondary responsibility, who can take over his absence 
and who assists with the whole range duties. Advantages the company are 
more stability, improved discipline and morale, and the development re- 
placement for the boss. The disadvantage that the assistant often assigned 
duties that are beneath his ability. Also, everything goes and down through 
the assistant who may give personal slant information act barrier. 

the boss can use staff assistant who acts extension the boss, 
having authority and only specified responsibilities. Advantages are that as- 
signments can given aimed overcoming personal deficiencies and that 
individual can get varied experience number such positions. Disadvan- 
tages are that may looked upon “Crown Prince” snooper spy. 

third alternative the boss can delegate responsibility entirely sub- 
managers. This facilitates teamwork, simplifies coordination, and develops sub- 
managers. 

Management tools are the organization chart and the management guide. 
The former provides pattern but static. The latter delineation the 
functions, responsibilities, authorities and principal relationships particular 
position and should used constantly detailed blueprint. 


THE FOUR MANAGEMENT 


Advanced Management, Vol. 21, No. September 1956, pp. 5-8. 


The growth the corporation has been rapid and great that the 
problem managing one different not merely degree but also kind from 
what was forty years ago. Four R’s (Responsibilities) management have 
arisen result this growth. 

The first responsibility ownership, since the people who have provided 
capital have the first claim attention. The nature ownership changing; 
what was one time relatively small group and distinct class has expanded 
include many more people, among them employees and customers. Interna- 
tional Harvester has 105,000 share owners. While recognizes stewardship 
these owners, the company longer thinks the only group with claim 
the Corporation. 

The second responsibility employees. From the beginning modern 
times, the company management has felt this responsibility. 1908 before there 
were any state laws provide workman’s compensation, the company introduced 
compensation plan, pension plan, and sickness benefit plan. the 1930’s, 
long before the 1955 supplemental unemployment benefits, the company intro- 
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duced plan provide money employees meet needs they were laid off 
and when they retired. Today one the most vital matters giving information 
employees. The company’s approach the problem employee understand- 
ing and information well described the slogan, “Give light, and the people 
will find their own way.” 

Responsibility the customers the third involves five primary things: 
availability, performance, quality, price and service. Distribution methods have 
improved rapidly and performance very high levels. Since quality and price 
are related, balance must struck them. The price mechanism the 
governor the whole economic system. indication how keenly manage- 
ment feels its price responsibility seen the fact that since 1941 the price 
farm equipment has gone less than the price farm products. The farmer’s 
prices are ahead company prices. 

The final responsibility the community. There are four areas which 
this responsibility should carried out: The company must earn profit, since 
dying business asset community. must grow provide better jobs 
and bigger payrolls. The community must kept informed company actions 
and plans. The company must prepared contribute money, manpower, 
ideas and energy worthwhile community activities. International Harvester 
has carried out the last aim conducting forum luncheons where representatives 
the community are invited ask questions, participation Business-In- 
dustry-Education days and contributing money colleges through state as- 
sociations. 

necessary achieve balance among these four responsibilities. The 
first three have long been recognized. The last the development stage and 
thus needs frequent consideration. 


HOW “DEMOCRATIC MANAGEMENT” CAN 
INCREASE EFFICIENCY 


Brown 


Business Journal Management (London), Vol. 86, No. September 
1956, pp. 89-90, 92, 178. 


recent years, much emphasis has been put the field “leadership.” 
Brown describes this article some the new concepts about leadership 
which encountered tour the US. industrial Midwest. 

Leadership increasingly conceived function which may pass 
different members group, according the needs the moment. The 
most important work the formal leader provide the right kind atmos- 
phere “psychological climate” that followers will gradually become 
willing and able make their own decisions. This substantiated two dif- 
ferent dynamics and individual psychotherapy. 

The Survey Research Center Ann Arbor has made studies which show 
that supervisors more productive group saw their work being one giving 
attention workers’ problems and consulting them. Similarly, another 
study, workers were favorably disposed toward management where the super- 
visor involved them decision making. 

Dr. Carl Rogers had similar evidence based different approach 
the patient-centered approach atmosphere “respect for the patient” 
created. The patient feels safe explore his own personality and learns enough 
about himself become more productive. 
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This approach leadership often calls for re-examination the leader 
his own fundamental concepts about people. Training and workshops are be- 
ing established. The National Training Laboratory, along with the Ann Arbor 
Social Research Center, has three-week course where 125 men work together 
group. Each can see the effect has others and learn the skills 
democratic leadership practice. The Counselling Center Chicago offers 
similar kind training. Local managers met seminar. result one plant 
superintendent worked with his foremen achieve “group-centered” leadership. 

Dr. Norman Maier the University Michigan emphasizes the same ex- 
periences and makes extensive use role playing change attitudes and de- 
velop insight. Teaching middle management effective because middle man- 
agement influences both top and bottom management. adds that the se- 
lection persons for training sometimes preferable pick those who are 
not already “good mixers.” democratic leader may need different combi- 
nation potential traits from the traditional authoritarian leader. 


HOW GET EXECUTIVE COOPERATION 


American Business, Vol. 26, No. September 1956, pp. 29, 38. 


Several chief executives have evolved special formulas for achieving team- 
work among their top staff members. Leon Jolson, President Necchi Sewing 
Machine Sales Corporation, New York City, credits the following six-point pro- 
gram for creating desirable atmosphere: (1) member the management 
group merely figurehead. (2) The committee method used decide matters 
company policy. (3) Semi-weekly executive luncheons allow for informal dis- 
cussion. (4) Official staff meetings are called when necessary. (5) Informative 
bulletins are issued monthly. (6) Executive compensation commensurate with 
the abilities executives. 

President Stanley Hobson the Geo. Roper Corporation, Rockford, 
Illinois, reported that these methods had been would used: regular staff 
conferences; usual means communication; executive job responsibility sheets; 
incentive compensation; stock purchase plan; outside executive training; per- 
sonal counseling. concluded that the right climate comes example from 
the top down. 

Teamwork increased sales from million dollars more than 125 million 
dollars two the Norge Division, Borg-Warner Corporation, Chicago. 
Judson Sayre, President, states that this was achieved by: organizing the 
strongest possible team the management level; indoctrinating this team with 
company concepts dynamic selling; selecting and building the best distributor 
organization; achieving adequate dealer coverage. 

Don Mitchell, Chairman the Board, reports that Sylvania Prod- 
ucts, Inc., New York, has evolved the following policies for maintaining strong 
management: (1) Let the individual executive manage. (2) Give him coaching 
on-the-job training. (3) Help him gain rounded experience through job ro- 
tation and outside courses. (4) Give men chance promotion, and use some- 
one from another division shows talent. (5) The executive compensation 
plan includes 250 men, and acts incentive. (6) stock option plan 
added incentive. (7) operations planning committee reviews the activities 
the various operating and staff organizations throughout the country. (8) The 
same committee hears staff department reports and thus greater spirit unity 
purpose attained. (9) Sylvania bought DC-3 insure that the staff 
gets around the divisions. 
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Changing Times, Vol. 10, No. May 1956, pp. 7-10. 


Big companies everywhere need more executives. Practical steps 
taken obtain one these positions are these: seek fast growing, comparatively 
new industry, such oil aircraft; learn beginner small company; 
later move into big company where there wider range opportunity. 

The types jobs which are good springboards are selling and engineering. 
However, most important: (1) Build varied but solid experience. (2) Exercise 
minor executive responsibility early. (3) Try get job under capable execu- 
tive. (4) Learn all you can about the company. (5) Think twice about starting 
career nonline staff job since you may fail get experience. Moving from 
company company does not hurt provided the moves are well spaced and justi- 
fied. 

the usual pattern executive’s rise reported Warner and Abeg- 
glen, enters the business world about 22; for the first seven years ad- 
vances; his crucial supervision others begins within the first five years; 
managerial spot; and reaches the top his early middle forties. 

Companies are putting more and more emphasis degrees. Those who 
not have degrees read and broaden themselves. The best approach general 
education plus specialization engineering, law accounting. 

The upward trek industry long, hard grind. requires continuing am- 
bition, physical and emotional stamina, readiness make personal sacrifices, and 
willingness take risks. The qualities judgment, planning, decisiveness, leader- 
ship, expression, responsibility, originality, knowledge, follow-through, and open- 
mindedness are also required. The ideal procedure adopt systematic plan 
for strengthening your qualities, that when the chance comes, you will ready. 


HOW SET EFFECTIVE TWO-WAY 
COMMUNICATIONS PROGRAM 
Woop 


Mill and Factory, Vol. 59, No. October 1956, pp. 81-85. 


Management has found that the worker’s attitude and morale are reflected 
what knows about his job and company. The key successful personnel 
and industrial relations good communication. This article outlines the steps 
and tools necessary for establishing upward and downward communications. 

The goals communication are give information employees, cor- 
rect misinformation, obtain information. 

Rules for achieving these goals are: (a) Information must come from top 
management. (b) The program must have leader who can take responsibility 
for the continuance, aims and goals the program. (c) media that will best 
suit the needs the particular company should selected. While workers pre- 
fer the spoken word, surveys show that more information can given through 
written communication. Some these media are handbooks, bulletin boards, the 
house organ. Letters and annual reports are often resented workers in- 
vasion their privacy. The grapevine spreads gossip, sensationalism and half- 
truths and most prevalent when company does not have communication 
program. (d) Subjects communicated range from individual jobs fiscal 
and annual reports the company. (e) The program must evaluated. 

also important for management tap the ideas, feelings and thoughts 


q 


the employee group. Some formal tools employee thinking are: morale sur- 
veys which determine what workers think and feel about the company and its 
policies, suggestion system, which stimulates and utilizes the interest the 
employee group production problems, and the grievance procedure which 
established agreement with the union and provides medium for the worker 
transmit his complaint management. 

Barriers the free flow information are: management apathy, per- 
sonnel program, and executive jealousy the “rights” management. 

Rewards include more job interest and satisfaction, increased morale and 
loyalty, improved cooperation and productivity, less absenteeism and turn-over, 
and, particularly, sense security and opportunity. 

Provision made for the reader evaluate his own company terms 
check list. 


INSTITUTING MANAGEMENT 
MENT PROGRAM 


American Business, Vol. 26, No. September 1956, pp. 9-11. 


the Reuben Donnelly Corporation executive development pro- 
gram was instituted under Dr. Schuyler Hoslett. The plan for the program 
contained the following elements: (1) position description and specifications for 
each position; (2) organization clarification; (3) psychological testing; (4) man- 
agement appraisals and post-appraisal counseling; (5) replacement tables; (6) 
annual review management personnel with chief executives; (7) periodic 
coaching; (8) company education; (9) outside education. 

Several desirable conditions were present. One was the genuine support and 
leadership the chief executive officer the program, Mr. David Harrington. 
The other was high-level position for the man charge the program. This 
man was thoroughly familiar with the organization. (Familiarity may achieved 
hiring man from within the organization, allowing new man 
“honeymoon” period which does nothing but circulate and interview.) 

present two persons the immediate and the next higher superior make 
appraisals. Hoslett often participates order make for more uniformity 
the standards appraisal. Each year three days are set aside February the 
top executives for reviewing the appraisals and for evaluating jobs. 

four-step process followed determining policies: Hoslett talks with 
management people concerned. The aspect management development under 
consideration discussed the quarterly general management meeting. draft 
proposal circulated for suggestions. final statement published. 

Line-staff committees are used special problems such the recruitment 
and selection salesmen. The selection appropriate college university 
courses for each individual facilitated building file information de- 
scribing previous experiences those who have taken the courses. This file con- 
tains answers series questions prepared Hoslett. There are three types 
general management, seminars specialized topics, and regular 
evening courses. 

The Donnelly Management Reader, containing one article month and re- 
flecting company policies and philosophy, goes all management. Particular 
emphasis placed reaching the middle and lower levels. These articles are 
often discussed meetings managers. 


Executive Assistant the Chairman, The Reuben Donnelly Corporation. 
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JOB ROTATION 


The Journal Business, Vol. 29, No. October 1955, pp. 


recent years job rotation has come one the most important 
means encouraging executive development. Job rotation the planned move- 
ment men from one position another for the basic purpose encouraging 
and stimulating the growth the individual. This article preliminary report 
selected aspects case-study which still progress. From public utility 
company executives, middle managers and staff assistants were interviewed 
rotatees and nonrotated men. Findings and suggestions rotatees are 
discussed. 

Rotatees feel that rotation had increased their knowledge and understanding 
general management problems, and that knowledge technical problems 
other departments was greater. Over three-fourths reported that they had as- 
signments where knowledge skills were required which they did not feel well 
qualified. They were thus forced grapple with problems such way 
strengthen themselves. Interest work was increased. The men developed wider 
perspective how solve problems and how work with people. They grew 
understanding the various internal and external forces which affect the 
company. 

majority felt that they had had more coaching. Internal communication 
was improved terminology tended become more uniform. Interdepartmental 
relationships were improved due personal contacts within departments. 
growing recognition that decisions should evaluated the basis their effect 
upon the company whole was developed. Over three-fourths the men 
thought they were better off financially. 

Rotation profoundly affected social and family life. The effects ranged from in- 
creasing decreasing social life. Some reported that both social and family life 
were disrupted, well church, school, bridge groups and others. 

majority said that subordinates were cooperative. Only few minor errors 
rotatees had cost the company money. Most men believed that departmental 
efficiency and teamwork were increased. overwhelming preponderance re- 
ported that they felt more confidence themselves result rotation. 

Many suggestions were made contributions the effectiveness the pro- 
gram. Among them were central company agency for planning and managing 
rotation and more preparation men who were being rotated future plans 
for them and other considerations. 


MAKING MEN 


Rydge’s (Sydney, Australia), Vol. 29, No. August 1956, pp. 813, 815. 


While executive development programs are rare Australia, over half the 
leading companies the U.S. have regular program help develop members. 
This post World War phenomenon which may attributed the follow- 
ing causes: (1) The depression the 1930’s resulted fewer men entering the 
management field. (2) Recognition grew that management was distinct skill. 
(3) There was rapid increase industry post depression years. (4) The 
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volume and complexity industry increased. (5) Large numbers young ex- 
ecutives were syphoned off for war service. 

growing majority companies who have programs are convinced that 
progress being made. There cut-and-dried standard approach; the one 
clear lesson that has emerged that development program must fit the re- 
quirements particular company. 

Different techniques have been tried, such as: individual counselling, special 
“trainee” positions, planned job experience, job rotation, understudy “as- 
sistant to” positions and many others. these techniques must added the 
other methods that have been developed for planning company’s future need 
for executives, for selecting suitable candidates, for appraising progress and per- 
formance and estimating potential for further development. 

The management audit the usual stepping-off point. systematic an- 
alysis the technical, supervisory and executive manpower within company. 
includes the men’s potentials and the jobs the organization. 
followed predictions, indicating who likely fill management positions 
the future. Appraisals are made jointly several people, often with the use 
check list rating sheet. 

One important principle that has emerged quite clearly that executive de- 
velopment largely matter self-development. not something that can 
done for man. There has also been noticeable swing toward helping men 
their present jobs better, rather than preparing for bigger jobs. 

Evidence indicates that company which pursues policy setting high 
performance standards and paying high compensation for adequate per- 
formance has advantage creating the kind climate that permits develop- 
ment. 

Executive development here stay, and should planned under expert 
guidance. The survival and growth enterprise depends its ability use 
the tools development programs. 


THE MANAGEMENT GENERALIST: 
KEY EXECUTIVE 


The Management Review, Vol. 45, No. June 1956, pp. 


This digest article published the April, 1956 issue Cost and 
Profit Outlook considers the techniques coordination that are associated with 
the craft general management. The 1950’s are decade which increasingly 
high premium will placed the art synthesis and the science integration 
which can provided the generalist management. 

The zone general management the only point from which organiza- 
tion can clearly viewed its entirety. here that relationships can ob- 
served between and among the individual units the structure. 

The first requisite the generalist able identify variables the 
context required decision. Second, must have clear understanding the 
origin and inherent limits his power. The transmission power command 
concept that has gone with the opera cape, replaced the process in- 
forming and seeking information, invoking participation and achieving new 
levels understanding. The third requisite the generalist that skill- 
ful and patient negotiator. And finally, must solidly grounded mar- 
keting. The market the most important all the variables any decision that 
affects the stability growth the enterprise. 

have reached stage which the furthest maturity management de- 


pends the acuity and facility with which management can mobilize the fullest 
range expertness and special knowledge. This cannot achieved solely from 
the top down; all the officers and technical staff should fulfill the requisites 
the generalist. 


MAN AND MANAGER: EXECUTIVE PROFILE 
The Management Review, Vol. 45, No. 10, October 1956, pp. 871-887. 


The objective The Management Review’s latest survey was obtain 
personal profile executives. the A.M.A.’s General Management Conference 
last spring, the participants were asked answer questions concerning their 
the 214 respondents, 126 belong top management, middle 
management. 

Judging from results, American executives are more people-centered than the 
most ardent human relations advocate would have dared claim. Spontaneously, 
separately, and without prompting any kind, they underscore the importance 
people. They say that the quality most needed executive the ability 
work with people; that the greatest rewards and some the worst headaches 
lie dealing with people. 

Many other results are indicated this report. There are few short cuts ad- 
vancement. Time emerges principal factor. Three out five men are still 
working for the company that gave them their first executive job. Switching jobs 
within company another story; the average number changes four. Ex- 
ecutives work long hours overtime and compensate taking longer and more 
flexible vacations. The level education varies sharply with age. the men 
40, four out five are college graduates; only two out five 
over have completed college. 

While human relations abilities are considered overwhelmingly the most im- 
portant attribute the executive, integrity the most important trait falling into 
the category individual character. Details the job were the principal source 
annoyance for the 180 who described job headaches. Executives read, engage 
actively church and community activities, and have time and energy de- 
vote recreation. Four out five executives know what they want when 
they retire. 


STRESS AND DISTRESS 


Harvard Business School Bulletin, Vol. 32, No. Autumn 1956, pp. 8-12. 


Heavy pressure not necessarily detrimental top-notch performance. 
Stress can positive advantage and effective spur efficient and creative 
management. The trouble comes when fear and anxiety are served large 
doses; they produce lowered effectiveness, inhibit effort, restrict imagination and 
courageous action and stir nagging worry. 

All executives encounter stress areas which may turn into distress areas. 
Among them are work conflicts such achieving recognition, following personal 
ethical standards, and being appreciated. Good relationships home are very 
important. Also, older man faced with the need accept less active role 
work. 


*Henry Oliver Professor Hygiene, and Director University Health 
Services, Harvard University. 


considerable number illnesses which appear physical often turn 
out reactions heavy pressure, least part. Often the first sign 
common disorder such headache insomnia. There are also standard danger 
signals such bleeding, which should checked. Mind and body, feelings and 
emotions, all react unit the healthy person. 

What can the executive achieve the delicate balance body, mind and 
spirit which desirable? First, there ought certain rhythm one’s life, 
work alternating with relaxation. Working night has harmful effects since 
all need variety and change pace. Similarly taking vacation means focus- 
sing attention different things, regaining perspective toward one’s work and 
personal problems. 

Further, good health evaluation and physical exam regular intervals 
essential. Specialists internal medicine, eyes, ears, and teeth should also 
seen. Also, examination psychiatrist very worth while. equipped 
talk over issues that seem especially annoying and help the individual 
remove and understand obstacles impediments optimum effectiveness and 
satisfaction. 

Finally, some satisfying philosophical religious orientation important for 
everyone. Some firmly held ultimate values and beliefs are indispensable 
element. 

The “myth invincibility” keeps many people from undertaking program 
this kind. The fact that none are invincible. assessment assets 
and liabilities important personally professionally. 


STAFF ORGANIZATION 


Operations Research, Vol. No. June 1956, pp. 309-316. 


According the convention organization, the staff member may not 
tell his line associates what do; may only advise them. With respect 
those below staff the table organization, this convention usually violated. 
Toward these subordinate elements staff tends become functional; its pro- 
nouncements are accepted orders and not advice. 

The consequences this violation are exemplified situation where 
foreman asks advice personnel (staff) man. the staff man behaves 
authoritative manner and the foreman accepts his authority, the staff man 
encroaching the foreman’s responsibility. Repetition this incident will cause 
gradual disintegration the foreman’s relationships with subordinates. will 
become habituated advice and indecision; will lose the respect his sub- 
ordinates. Thus staff men must control their own propensities command. In- 
stead orders, advice and information should exchanged. 

Staff behavior toward superiors and peers also presents problems. The staff 
which merely proffers advice when asked not worth much imagination and 
creativeness should part the staff mission. Furthermore, the staff mem- 
ber must learn persuade well offer advice. Conscious planning the 
strategy and tactics gaining acceptance should part his preparation. 
more likely gain the acceptance his superior learns accept 
suggestions from the superior. Patience also requisite. And, finally, his argu- 
ment must based objectivity, subordination self, and candor, the 
chance persuading others the next time will lessened. 


Professor Industrial Engineering, Johns Hopkins University. 


THE RESEARCH CHEMIST IMPORTANT SOURCE 
MANAGEMENT MATERIAL 


Industrial and Engineering Chemistry, Vol. 48, No. September 1956, 
Part pp. 91A-92A, 94A, 96A. 


Management parallels the manager baseball team. The baseball man- 
ager may once have been pitcher, catcher, shortstop fielder. Similarly 
chemical company, member management may once have been research 
chemist engineer, production man salesman. 

The research chemist engineer regarded part management soon 
reports for work. His discoveries have profound influence the com- 
pany. Thus only natural that the management positions are filled primarily 
these men whose creative ability and leadership qualities enable them 
contribute importantly. 

The evolution research men into management positions results from the 
satisfaction one more three need, inclination and ability. 
The most compelling need. 

Need has arisen because during the past years the ratio supervisory 
staff production people has changed from one fifteen, one eight. These 
industries draw upon their research organizations fill managerial positions. 
When the research man moves into these positions strengthens the manage- 
ment team and the understanding and liaison between the two groups. 

true that this movement sometimes the result external pressures 
inducements. Also, few instances negative forces such fear failure may 
influence the action the research man. Some companies have demonstrated 
comprehension this circumstance. However, there little doubt that all re- 
searchers who have accepted administrative posts have done voluntarily. 

The old-fashioned notion that all researchers are highly introverted rapidly 
becoming extinct. The top-notch research man can, and frequently does, possess 
much administrative ability top-notch anyone-else. does, should 
have the opportunity exercise that ability. The industrial manager who super- 
vises research personnel must exercise judgment determining where the chemist 
engineer can achieve the greatest degree satisfaction. 


SOVIET MATERIALISTIC PHILOSOPHY VERSUS 
AMERICAN PRACTICAL MATERIALISM 


Canadian Journal Theology, Vol. No. April 1956, pp. 92-100. 


This article substantially the same paper read Fennell 
the Workers Educational Association Toronto. Communist philosophy, 
being materialistic philosophy, theory opposed idealistic humanism 
which gives certain primacy spirit, freedom, morality, the dignity and worth 
the individual person. Yet practice communists contradict the logic their 
materialism implicit “humanism” that they pass moral judgments 
party members and opponents alike, men were after all self-determining and 
morally responsible. 

America, the other hand, humanism found the theory and “ma- 
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terialism” the attitudes and deeds which actually determine the way life. 
Examples the latter may seen many areas. University reunion, 
colleague the author found that questions centered about, “What are you 
working at? How much money are you making?” Time reported “bold” 
experiment ten-month course liberal arts for young executives. Its purpose 
was “educate” for the demands modern business. The aim distressingly 
large number “success” and the measure success economic one. 
every level American life today the quantitative, material ends living 
that for many have become the objects ultimate concern. 

by-product this quest, find that people tend look others, and 
themselves, materialistic way, placing “commercial value” their own 
and others’ lives. Persons become “things.” 

Neither the communist nor the American type materialism can accepted 
for both are false. But “materialism” means the recognition the reality and 
goodness the physical aspects man’s life and the assertion that these form 
part the essential nature man and thus must affirmed any statement 
what the good life, then Christian faith justifies “materialism.” 

However, there Christian thought primacy the “spirit” over the 
“body.” Man created and redeemed self-determining being who ac- 
tualizes the meaning and attains the fulfillment his life love. Wherever 
“materialism” tends deny the dignity and worth personal beings made for 
love and frustrate the fulfillment their being through communal relations 


which love the essence, must challenged and opposed any who have 
heard and believed the word God. 


STRENGTHENING THE MANAGEMENT TEAM 
Business News Notes, No. 31, August 1956, pp. 1-4. 


This article describes study company activities directed toward the 
development managers. The study was carried out the Management De- 
velopment Laboratory the University Minnesota. Findings refer 
companies, employing 100 more, St. Paul, Minnesota. 

Only firms (64%) reported that they have definite goals and objectives 
for management development. Such programs seemed more common 
larger than smaller companies. relation the factors which appear im- 
portant the development and utilization management talent, results were 
follows: 

Organization Analysis and Planning. Companies with policy manage- 
ment development recognize the value position descriptions greater extent 
than companies without policy. Position descriptions are more common 
lower levels both groups. 

Planned Compensation Program. equal percentage companies (66% 
and 65%) with and without development programs reported formalized salary 
structures. 

Management Appraisal and Inventory. Appraisals present performance 
and potential are more common among firms with policy management 
development than among companies without such policy. The latter companies 
evaluate present performance more than potential. Slightly more scheduling 
assignments prepare potential replacements for every position performed 
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companies with management development. More scheduling found lower 
levels management. 

Management Recruitment and Selection. Companies with management 
development policy more regular and periodic recruiting than companies 
without such policy. They also select managers more systematically. 

Individual Growth and Development. the companies with policy, 90% 
use special training activities assist the development managerial skills. 
Only 54% the companies without such policy use these devices. 

Some conclusions may drawn. The use the listed personnel activities 
companies which aim improved manager performance point their use- 
fulness. many companies, sharper recognition their objective and the 
coordination activities for this purpose would increase the effectiveness 
management development. Management development good management. 


OTHER ABSTRACTING SERVICES 


With the belief that existing abstracting and digesting services are perhaps 
not well enough known the busy executive, propose describe different 
service each month. Later issues will carry descriptions such services 
Accountants Digest; Economic Abstracts (Graduate School Arts and Science, 
New York University) Issues and Ideas Organization, Management and In- 
dustrial Relations Abstracts Current Publications, well notices 
periodicals which regularly include abstracts digests, such the “Abstracts” 
section Administrative Science Quarterly. 


Title: MANAGEMENT ABSTRACTS 


Publisher: Institute Management, P.O. Box 483, Management 
House, Hill Street, London W.1 

Frequency: Monthly 

Cost 3/6d. 


Description: Thirty forty-five abstracts are published each month under 
the following headings: 


General Management and Organization 
Production Management 

Personnel and Welfare 

Financial Management 

Marketing and Sales Management 
Education and Training 


Abstracts range length from three hundred five hundred words and are 
concise, clearly written summaries periodical articles. The abstracts are based 
articles found primarily English and American journals. When foreign 
journal included, the abstract written English. 
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